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Abstract 
Organizations increasingly utilize various IT to reduce boundaries, secure users’ explicit 
and tacit knowledge, facilitate information sharing and connect human capital 
regardless of their geographically dispersed locations and cross-level unit structures. 
The core competency of information technology/systems (IT/IS) use is essential to 
maintain the effective functioning of virtual workplaces. While IS research has 
examined creativity in virtual workplaces, it has given little attention to how the 
relationship between creativity and job satisfaction may be altered as a consequence of 
its effective use in virtual workplaces. The roles of effective IS use in virtual workplace 
contexts have not been explicitly modeled to understand how and why effective IS use 
and creativity influence job satisfaction. This study examines the effect of creativity 
concepts by using perceived IS support for creativity as a proxy via effective IS use and 
compares such effect in two different work settings. Our model provides a basis for 
identifying the effect of perceived IS support for creativity on IS-related concepts and 
for understanding how it plays out in virtual workplace contexts in terms of employee 
creativity. 
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Introduction 
Organizations have increasingly utilized various IT to reduce boundaries, secure users’ explicit and tacit 
knowledge, facilitate information sharing and connect human capital regardless of their geographically 
dispersed locations and cross-level unit structures. Thus, extending the traditional form of a team 
structure, work teams in contemporary business settings have evolved to where/such that users 
increasingly collaborate with physically dispersed team members. This location-independent 
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collaboration has become an important strategic priority for organizations (e.g., Dew and Hearn 2009). It 
is worth noting that the introduction and implementation of various communication tools and 
technologies in workplaces enable organizations and teams to not only mitigate the barriers of time and 
space but also to add flexibility and resilience to overcome physical distance and separation (Kahai 2012; 
Purvanova and Bono 2009). As a result, these so-called virtual teams have become more attractive and 
popular. Members in virtual teams work independently and interdependently in different time zones, 
geographic locations and/or cross-functional situations. Virtual teams exhibit high levels of efficiency and 
task-oriented features while simultaneously enhancing the flexibility of time and space, labor forces and 
other resources compared to traditional face-to-face teams. The core competency of information 
technology/systems (IT/IS) use is essential for virtual teams to function effectively (Kahai 2012). On the 
other hand, since virtual teams are not physically located at the same place and time, their 
communication relies heavily on IT/IS and electronic means with minimal face-to-face interactions. IT/IS 
dependency may trigger users to become less productive due to a lack of opportunity to display their 
performance and creative behaviors. Thus, integrating knowledge and various perspectives of human 
capital into problem-solving processes is crucial for organizations to generate creative solutions to various 
business problems (e.g., McDonough et al. 2001; Townsend et al. 1998). This successful integration of 
resources can depend upon how effectively users utilize their IT/IS under given circumstances. Such 
efforts can enhance creativity and innovation, which will eventually become a competitive edge (Amabile 
1988; Magadley and Birdi 2009). Given IT-mediated communication as well as the presence of distance 
among team members, it is essential to identify the creative performance of and expectations for effective 
IS use that nicely cope with the distance-related nature of virtual workplaces. 
It is surprising, however, that little is known about creativity-related factors (i.e., employees’ perception of 
IT/IS support for their creativity) that may enhance their effective IS use. Understanding the way 
employees perceive that IS supports their creativity is important to job performance and satisfaction. 
Although there have been some theoretical attempts to identify cognitive processes related to creativity 
(Amabile and Mueller 2008; Drazin et al. 1999; Drazin et al. 2008),  delving into the relationship between 
perceived IS support with an angle of creativity and job satisfaction is critical since creativity is known as 
one of the consequences of individual performance (Alge et al. 2006). It is equally important to note that 
the role of effective IS use in virtual workplace contexts has not been explicitly modeled to understand 
how and why creativity and effective IS use are related to and influence job satisfaction. While IS research 
has examined creativity in virtual teams (e.g., Martins and Shalley 2011), it has given little consideration 
to how the relationship between creativity and job satisfaction may be altered as a consequence of 
effective IS use in virtual workplaces. This gap leads to a further examination of whether users’ belief of IS 
support for creativity affects effective IS use by examining it in different contexts (i.e., virtual workplaces 
vs. offline workplaces).  
Specifically, the primary research questions are as follows: (1) Does perceived IS support for creativity 
affect virtual workers’ job satisfaction? (2) What is the role of IS use in this relationship?  (3) Given the 
effects of different work environments, which circumstances lead to better job satisfaction? In responding 
to the second question, in particular, we focus on the potential mediating effect of effective IS use on the 
relationship. These research questions point toward an overall goal of the current study, which is to 
examine the psychological process of the relationship between users’ perception of IS support for 
creativity and users’ effective IS use. Specifically, this study examines the effect of creativity concepts by 
using perceived IS support for creativity via effective IS use by comparing two different work settings 
(i.e., virtual work vs. offline work). Accordingly, we propose a model of effective IS use that focuses on two 
key issues presented in Figure 1. The first focal issue is the factors associated with effective IS use and 
perceived IS support for creativity. The second issue is the relationship between effective IS use and 
employees’ job satisfaction. Our model provides a basis for identifying the effect of creative perception on 
IS-related concepts and for understanding how it plays out in a virtual workplace context in terms of job 
satisfaction. 
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Figure 1. The Proposed Model 
Perceived IS support for Creativity  
Our theoretical ground is based on the notion that habitual IS use may affect creativity (Glăveanu 2012). 
In other words, habitual IS use may lead employees to perceive that IS can support and increase their 
creativity. In non-volitional contexts,  employees are required to repeatedly use their IS to conduct their 
job regardless of their preference, because repeated IS use is almost always embedded within larger, 
frequently practiced, higher-level routines or task sequences (Polites and Karahanna 2013). This indicates 
that characteristics of the systems (e.g., IS qualities, perceived usefulness, IS satisfaction, or even ease of 
use) are not likely to affect employees’ choice of IS use. As a result, this repeated IS use is likely to become 
‘habit’ (Limayem et al. 2007; Ortiz de Guinea and Markus 2009), since employees initially carry out their 
behaviors consciously and intentionally  “overlearn” as a consequence of being frequently repeated over 
time (Deci 1980), especially in non-volitional contexts.  
Thus, repeated IS use increases familiarity with the information systems, and employees are likely to 
perceive IS as a way to enhance their creativity. For example, habits are commonly understood as “learned 
sequences of acts that become automatic responses to particular situations, which may be functional in 
obtaining certain goals or end states” (Verplanken et al. 1997, p. 540). The argument underlying this 
relationship with habit is based on expertise. According to Ericsson’s (1999; 2003) theory of expertise, an 
improvement in performance is a result of constantly raising the difficulty of the exercise and thus 
engaging in activities that require incremental development. Dalton (2004) suggested that creativity is 
not just a reaction to the interruption of previously successful routines but can be the result of conscious 
attempts at improving habitual actions. Users habitually respond to problems in fresh and novel ways, 
rather than allowing themselves to respond mindlessly and automatically (Sternberg 2012). Thus, “habit 
can become an actual foundation for creative action” (Dalton 2004, p. 609). Therefore, based on the logic 
above, this study predicts that habitual IS use is a substantial factor of perceived IS support for creativity 
and effective IS use.  
In theorizing and exploring the view that perceived IS support for creativity (hereafter PSC) encourages 
employees to perform creative behaviors, we expect that employees’ tendency to seek new ways to 
enhance their creative behaviors will in part be determined by their beliefs about their organizational 
work environments. Building individual behavior in this situation is supported by the theory of reasoned 
action. Under a particular situation, if an individual believes that something is useful, then he/she would 
have an attitude toward it and eventually act under his/her belief (Fishbein and Ajzen 1975). This theory 
has been widely applied to the IS area (e.g., TAM) to explain the issue of why users intend to use. Prior 
research has shown that IS helps improve employee performance by providing a perception of IS as an 
important factor (Davis et al. 1989; Igbaria et al. 1995). Eventually, perceived IS usefulness ends up 
encouraging users intent to use or use of their systems. 
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Consistent with the theoretical articulation above, we expect that employees’ perception that IS supports 
their creativity will encourage using IS effectively. To hypothesize the relationship, we define PSC as the 
extent to which an employee perceives that IS stimulates, helps and motivates him/her to exhibit 
creativity. However, the concept of PSC is different from perceived IS usefulness in two ways. First, unlike 
IS perceived usefulness, which refers to “the degree to which the stakeholder believes that using a 
particular system has enhanced his or her job performance, or his or her group’s or organization’s 
performance” (Seddon 1997, p. 246), PSC focuses on users’ belief about how their particular information 
systems are supportive of improving their creativity and further creative behaviors to execute tasks. 
Second, PSC increases due to repeated use of systems while perceived IS usefulness draws on the systems’ 
use intention. For example, from the perspective of perceived IS usefulness, once a user perceives their 
system as useful for their work, they would intend to use it. This guarantees their intention to use, but it 
does not guarantee their intention for effective use. Thus, in order for a user to intend to use effectively, 
critical aspects are necessary/needed for them to recognize their system as supportive for their work. 
In this study, we propose that users’ perception of IS support for their creativity will make them use it 
more effectively, which in turn will be critical to increase their creative behaviors [i.e., the extent to which 
employees generate novel and useful ideas regarding procedures and processes at work (Oldham and 
Cummings 1996; Shalley 1991). Users with PSC are more likely to use IS effectively. Since users’ 
perception that the system is supportive of their creativity results from their previous experience, whether 
or not they use the systems effectively would be relied on PSC. By incorporating IS to address problems 
that occur in the face of their tasks, they will accumulate PSC, leading to more effective use of their 
systems. Therefore,  
Hypothesis 1a:  Perceived IS support for creativity is positively associated with effective IS use.  
We posit that PSC increases job satisfaction for two reasons. First, users may attempt to be creative when 
they perceive that creativity is valued and supported by an organization (Scott & Bruce 1994). At the same 
time, engaging in behaviors such as creativity can be costly for an organization member (Zhou and George 
2001). Thus, when users perceive positive support/outcomes, the potential risk associated with creativity 
is minimized and the perception that creative ideas are effective should be high (Zhou and George 2001). 
Second, before engaging in creative behavior, PSC can give employees confidence to act. In fact, 
employees resist engaging in creative behaviors when they perceive creative attempts might be 
unsuccessful due to risks associated with new ways (Ford 1996). Thus, employees only try to do so when 
they perceive that creativity has the potential to be effective (Hirschman 1970). If employees perceive that 
IS is sufficiently useful to support their creative activities, they are more likely to find effective ways to 
incorporate the systems into the job. In this way, the systems would be satisfactory since employee input 
is meaningful and influential (Amabile and Gryskiewicz 1987; Scott and Bruce 1994; Siegel and 
Kaemmerer 1978).   
We expect that in this case, PSC could act as a facilitator for users to enact creative behaviors. Past 
research showed that job environment (i.e., IS support) is an important factor in creativity and increased 
job satisfaction (See, Shalley et al. 2000; Valentine et al. 2011). For example, when creative requirements 
of the job were complemented by the work environment, users had higher job satisfaction (Shalley et al. 
2000). Runco (1995) found that having a creative personality and working in a climate associated with 
creative performance made an important contribution to artists’ job satisfaction. When users perceive 
that they work around IS that is supportive of their creative work, they have high job satisfaction. Gallivan 
(2003) also found linkages between the subjects’ creative styles and their job satisfaction, and innovators 
had a higher level of job satisfaction than adapters among software developers. In view of this research, 
we propose that PSC is likely to result in increased job satisfaction.   
Hypothesis 1b: Perceived IS support for creativity is positively associated with job 
satisfaction. 
Effective IS Use 
‘Information systems use’ is defined as the user’s behavior of using the system (Seddon 1997). Since it was 
suggested by DeLone and McLean, the concept of IS use has been widely accepted in IS research as a 
principal criterion for assessing organizational performance resulting from the usage of information 
systems (Rai et al. 2002). Although a variety of conceptualizations have been offered among IS 
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researchers, the core concept of information systems success is an indicator of the degree of 
organizational performance that is triggered by the usage of information systems (Hamilton and Chervany 
1981; Raymond 1985). In order to capture system success, IS researchers have used IS use (DeLone and 
McLean 1992; Rai et al. 2002; Seddon 1997).  According to Seddon, IS use can be measured in various 
ways such as hands-on hours, hours spent analyzing reports, frequency of use or use/non-use.  
However, despite the importance of the concept itself in IS research, there have been controversial issues 
around using ‘IS use’. First, given the context where IS is heavily employed in contemporary organizations, 
IS use might not properly represent ‘information systems successes’ because IS use is mandatory for 
employees. As a result, IS use as a proxy for IS success could be a misleading measure of IS success 
(Robey 1979; Welke and Konsynski 1980). Indeed, prior research has indicated that when use of a system 
is mandatory, IS use might not be able to capture IS success (Barki and Huff 1985; Gelderman 1998; 
Seddon 1997; Yuthas and Young 1998). In addition, Seddon (1997) argued for removing ‘IS use’ in a 
causal model, since it is required in most organizations. DeLone and McLean, however, mentioned 
variability in the quality and intensity of IS use, which is likely to have a significant impact on the 
realization of the system benefits. For this reason, a great deal of research still uses the concept ‘IS/IT use’ 
as the proxy for IS success (Rai et al. 2002; Sabherwal et al. 2006).  
Another issue on ‘IS use’ is the nature of ‘IS/IT use’ in various contexts. As mentioned above, systems are 
used mandatorily, voluntarily or even non-volitionally. Thus, IS use becomes a matter of conceptualizing 
how well to use IS for tasks. As DeLone et al. (2003) suggested, considering the nature, extent, quality, 
and appropriateness of “the system use could be addressed by determining whether the full functionality 
of a system is being used for the intended purposes” (2003, p. 16).  Consistent with DeLone et al., Burton-
Jones and Straub (2006) suggested/proposed that system usage should be conceptualized and applied to 
research based on its structure and function. In conceptualizing ‘IS use’, they suggested different 
measures/types to utilize in particular contexts based on the elements of usage (i.e., user, systems and/or 
task) and functions that are closely related to other measures in a nomological network. For instance, of 
six different richness of measure types, assessing the ‘presence of use’ is a ‘very lean’ measure type, while 
‘rich’ measure types including two elements (i.e., IS and task) could measure the “extent to which the 
system is used to carry out the task” (See, Burton-Jones and Straub 2006, p. 233). To reasonably 
determine how well this works with users, both IS use and how effectively they use IS would be important 
regardless of the mandatory feature of IS in organizations.    
Recently, Burton-Jones and Grange (2013) suggested an ‘effective IS use’ concept and introduced related 
terms studied in different ways. As Orlikowski (2000, p. 425) notes, “Technology per se can’t increase or 
decrease the productivity of workers’ performance, only the use of it can.” Based on the review of this 
literature, we define effective IS use as “using a system in a way that helps attain the goals for using the 
system.” The concept, ‘effective IS use’, focuses on consequences of IS use (i.e., successful/unsuccessful or 
effective/ineffective).  It simply indicates the presence of use to the extent that it helps carry out the task 
(Burton-Jones and Straub 2006). On the other hand, effective IS use looks for the extent to which users 
successfully employ the system to carry out their job because system usage should be linked to user 
performance (Burton-Jones and Grange 2013). In fact, given the complexity of modern IS such as ERP, 
simply having to learn to use the new technology itself can be frustrating (Boudreau and Robey 2005). For 
example, according to Morris et al. (2010), ERP system users perceive ERP systems as stripping out the 
significance and variety of an employee’s work that was inherent in their job. In other words, they 
suggested that employees feel that their jobs are somehow less important because some tasks or even 
entire jobs are subsumed by IS to a large degree. However, when they are familiar with the system and 
know how to effectively use it to leverage their job, this system would be significant to their job 
satisfaction.   
There are two reasons users try to use their systems when they believe that the system will be helpful. 
First, as past literature suggested, IS use or intention to use, which is a surrogate of IS use, are triggered 
by various factors (Davis et al. 1989; Viswanath et al. 2003; Wu and Lederer 2009). For example, TAM 
says that perceived usefulness and attitude toward IS use let users use their information systems (Davis 
et al. 1989). Further studies, especially Bhattacherjee (2001), showed that continuous use of existing 
systems is based on IS satisfaction and perceived usefulness. Second, in terms of job satisfaction, since 
effective IS use is based on the willingness to repeatedly use existing systems, job satisfaction is increased 
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by enhancing their belief that systems are helpful as supplemental tools and reducing the feeling that the 
systems are not a substitute for their actual work or subsume their jobs.  
Given that effective IS use has the potential to improve jobs, thereby changing people’s reactions to their 
work situation, we predict that effective IS use will positively influence employees’ job satisfaction.  
Hypothesis 2: Effective IS use is positively associated with job satisfaction. 
Virtual workplace 
A virtual team or organization is a common form of work structure in contemporary organizations. 
Advances in information technologies let organizations break down boundaries and connect employees 
regardless of their geographic location and sub-unit affiliation, allowing employees to combine their 
knowledge and perspectives to produce creative solutions to various business problems (Martins and 
Shalley 2011). According to Malhotra and colleagues (2007), virtual teams are defined as “teams whose 
members are geographically distributed, requiring them to work together through electronic means with 
minimal face-to-face interaction” (p. 60). Virtual teams have been preferred in many situations due to 
their well-known advantages, such as efficiency, flexibility, connectivity and task-focused project 
management, and the advancement of new communication technologies plays a crucial role in alleviating 
the barriers of time and space. Thus, in virtual workplaces, users are increasingly working virtually with 
others who are demographically different from themselves (Griffith and Neale 2001; Griffith et al. 2003).  
However, despite the strengths that virtual teams offer, the advantages of IS usage may dissipate/lessen 
due to familiarity, an innate characteristic of virtual teams (Malhotra et al. 2007). Virtual teams rely 
heavily on IS and electronic communication with minimal face-to-face interactions. This may cause users 
to become less productive because they have a lack of opportunity to display their creative behaviors in a 
wired world. Thus, it is essential to identify the creative performance of and expectations for effective IS 
use while coping with the distance-related nature embedded in virtual teams (hereafter, we use virtual 
workplace instead of virtual team).  
In virtual workplaces, IS/IT that employees use for their work could be an important job characteristic. It 
could also be considered a job environment that confines/defines employees’ ability. As such, IS/IT 
characteristics could be one of the major job characteristics “requiring them to work together through 
electronic means with minimal face-to-face interaction” (Malhotra et al. 2007, p. 60) under the 
advancement of new communication technologies which play a crucial role in alleviating the barriers of 
time and space.  As such, we believe that PSC also encourages employees to acquire job satisfaction from a 
broader variety of feedback sources. All of these elements suggest the possible role of a supportive climate 
in the feedback-seeking process (De Stobbeleir et al. 2011). 
As mentioned in the literature, employees in virtual workplaces heavily rely on IS to do their job and to 
create solutions to problems. Researchers have proposed that, in organizations in which creativity is 
encouraged, employees are stimulated to process information from diverse sources and to build broad 
networks (West and Richter 2008). While enhancing the frequency of use of information systems, in 
virtual contexts PSC may be less likely to improve employees’ effective IS use and job satisfaction than it 
would be in an offline context. Virtual team members are used to using IS to communicate and initiate 
new ideas, as well as utilizing online sources and knowledge. Employees in an offline environment use a 
combination of both offline and online resources, tools, and knowledge sharing.   
Even though employees in virtual workplaces need to rely more on IS for their job, the extent to which IS 
affects their job satisfaction could be different from the result in an offline workplace. Differences in the 
level of job satisfaction in both contexts could explain why employees in a virtual workplace would be less 
satisfied with IS use. On the other hand, the employees who use IS as additional tools would be satisfied 
with an even a little help (Bowling et al. 2005). That is, effective IS use may result in a greater impact for 
offline employees’ job satisfaction than virtual employees’ one. We believe that this is because they may 
have a different adaptation level of IS usage as one of job characteristics. In fact, adaptation- level theory 
(Helson 1964b) offers one potential explanation for job satisfaction in virtual workplaces.  
According to adaptation-level theory (Helson 1964a; Helson 1964b), exposure to earlier stimuli (i.e., IS as 
a job characteristic) serves as a frame of reference by which later stimuli are judged. This theoretical logic 
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provides a good explanation for the extent to which job satisfaction increases. Since online workplaces are 
set up with IS-oriented job characteristics, their job satisfaction expectation likely highly relies on it. This 
would lead to a certain level of adaptation by framing it as a familiar reference. As an example, someone 
who has worked with their information system on a daily basis would likely take for granted its help level 
because they would expect it (i.e. adaptation level). In other words, the person’s adaptation level would 
eventually change (i.e., move downward) as the increased experience of the systems is integrated into the 
employee’s adaptation level.  
The additional perception that their systems help creative behavior, caused by previous experience, would 
initially provide extra pleasure for employees in both offline and virtual workplaces. Prior judgments and 
intentions act as anchors for future judgments and intentions (Stutzer 2003). Thus, higher PSC from the 
IS experiences may wear off faster at virtual workplaces due to their heavy dependency on IS and reduce 
the effects of a constant or repeated stimulus of PSC. Consequently, PSC would have a relatively low effect 
on effective IS use as well as job satisfaction. On the other hand, this exposure of rare stimulus would let 
offline employees accept relatively unique resources for creativity as they work.  
Hypothesis 3a: The effect of PSC on job satisfaction will be greater for employees in offline 
organizations than for those in virtual workplaces.  
Hypothesis 3b: The effect of effective IS use on job satisfaction will be greater for employees 
in offline organizations than for those in virtual workplaces. 
Proposed research method 
Method 
We will conduct a field study utilizing a survey method. The subjects must be involved in related IS tasks 
with access to organizational data. All the work-scales complying with this requirement should be 
considered. Specific data regarding the subjects’ work position and the size of the organization should also 
be gathered.  
Most measurement scales for this study were adapted from the existing measures used in prior studies 
that were proved reliable and valid.  
Effective IS use. Our definition of effective IS use may initially appear similar to the concept of 
perceived usefulness (or performance expectancy), which is the degree to which a user believes that using 
the system will help him/her better attain significant rewards (Venkatesh et al. 2003, p. 23). However, the 
constructs differ in scope because effective IS use focuses on rewards that stem from the way a system is 
used, whereas perceived usefulness focuses more broadly on rewards that stem from use, not just the way 
it is used (e.g., it could include rewards that stem from the context in which an is IS used). We modified 
perceived usefulness measures from Rai et al. (2002). Sample items included “Relative to others in the 
company, I am successful in using the company information systems to improve my job performance” and 
“I am successful in using the company information systems to improve the quality of my decision-making.” 
Perceived IS support for creativity. Perceived IS support for creativity will be measured using 10 items, 
which were modified from creative behaviors measured by (Zhou and George 2001).   
Job satisfaction. Job satisfaction will be measured using a four-item scale adapted from Janssen (2001). 
Sample items included “Overall, I am satisfied with my job” and “In general, I like working here.” 
Control Variables. To control for unknown effects, several variables will be included in the analysis. 
Three variables (i.e., gender, age and education) will be controlled because some evidence indicates that 
these demographic factors might be related to some of the contextual and dependent variables included in 
the study. In fact, prior research has linked gender differences, age, job position and education to 
perceptions of the work environment and IS (Ahuja and Thatcher 2005; Venkatesh and Morris 2000). 
Further, the extent of a user’s experience in using IS will be identified as a control variable, as previous 
research raised the possibility of its effect on reactions to a specific Internet-based application (Marakas et 
al. 1998). 
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Data Analysis 
Partial least squares (PLS), as implemented in SmartPLS version 2.0, will be used for data analysis. The 
PLS approach allows researchers to assess measurement model parameters and structural path 
coefficients simultaneously (Barclay et al. 1995). PLS will be used for several reasons: (1) this study was 
primarily intended for causal-predictive analysis; (2) PLS requires fewer statistical specifications and 
constraints on the data than the covariance-based strategy of LISREL (e.g., assumptions of normality); 
and (3) PLS is effective for those early-theory testing situations that characterized this study. Therefore, 
PLS is an appropriate statistical analysis tool for the current study. It focuses on a prediction-oriented and 
data-analytic method, seeking to maximize the variances that are explained in the constructs (Barclay et al. 
1995).  
Conclusion and Contribution  
This study responds to the fundamental yet unanswered question of whether PSC, which is a proxy for 
user creativity and personality in different worksites (i.e., offline and virtual workplaces), impacts IS use, 
perceived usefulness for creativity and job satisfaction in virtual workplaces. The findings of this study 
would contribute to extending extant research on virtual systems by empirically investigating the impact 
of PSC on effective IS use and job satisfaction. By focusing on PSC, the current study addresses the gap in 
the literature concerning the relationship between IS use and creativity using the elaborated construct in 
the IS community. In addition, this study sheds light on the importance of IS as a tool, not because of IS 
itself but because of users’ capability to perceive IS as a tool to increase their creative behavior. This study 
is expected to show evidence that different aspects of effective IS use may influence employees’ job 
satisfaction in offline and virtual workplaces. 
Overall, the research profiled in this paper would contribute to understanding the relationship between 
creativity regarding information systems and job satisfaction in terms of effective IS use in two types of 
workplaces. Our work is expected to provide empirical findings and feasible suggestions for further 
investigation by identifying the role of effective IS use in the relationship. The results would call attention 
to how system users’ perception of IS support for creativity can become an important vehicle to 
potentially increase their job satisfaction. We hope that this study serves as encouragement for future 
research endeavors. 
 
 
  
 The Effect of Perceived IS Support for Creativity 
 Thirty Sixth International Conference on Information Systems, Fort Worth 2015 9 
 
References 
 
Ahuja, M. K., and Thatcher, J. B. 2005. "Moving Beyond Intentions and toward the Theory of Trying: 
Effects of Work Environment and Gender on Post-Adoption Information Technology Use," MIS 
Quarterly (29:3), p. 427. 
Alge, B. J., Ballinger, G. A., Tangirala, S., and Oakley, J. L. 2006. "Information Privacy in Organizations: 
Empowering Creative and Extrarole Performance," Journal of Applied Psychology (91:1), pp. 
221-232. 
Amabile, T. M. 1988. " A Model of Creativity and Innovation in Organizations," in Research in 
Organizational Behavior, I.B.M. Staw and L.L. Cummings (eds.). Greenwich, CT: JAI Press, pp. 
123-167. 
Amabile, T. M., and Gryskiewicz, S. S. 1987. "Creativity in the R&D Laboratory," Center for Creative 
Leadership., Greensboro, NC. 
Amabile, T. M., and Mueller, J. S. 2008. "Studying Creativity, Its Processes, and Its Antecedents: An 
Exploration of the Componential Theory of Creativity," in Handbook of Organizational 
Creativity, J. Zhou and C.E. Shalley (eds.). New York: Erlbaum, pp. 33- 64. 
Barclay, D. C., Higgins, C., and Thompson, R. 1995. "The Partial Least Squares Approach to Causal 
Modeling: Personal Computer Adoption and Use as an Illustration," Technology Studies (2:2), pp. 
285-308. 
Barki, H., and Huff, S. L. 1985. "Change, Attitude to Change, and Decision Support System Success," 
Information & Management (9:5), pp. 261-268. 
Bhattacherjee, A. 2001. "Understanding Information Systems Continuance: An Expectation-Confirmation 
Model," MIS Quarterly (25:3), p. 351. 
Boudreau, M. C., and Robey, D. 2005. "Enacting Integrated Information Technology: A Human Agency 
Perspective," Organization Science (16:1), pp. 3-18. 
Bowling, N. A., Beehr, T. A., Wagner, S. H., and Libkuman, T. M. 2005. "Adaptation-Level Theory, 
Opponent Process Theory, and Dispositions: An Integrated Approach to the Stability of Job 
Satisfaction," Journal of Applied Psychology (90:6), pp. 1044-1053. 
Burton-Jones, A., and Grange, C. 2013. "From Use to Effective Use: A Representation Theory 
Perspective," Information Systems Research (24:3), pp. 632–658. 
Burton-Jones, A., and Straub, D. W. 2006. "Reconceptualizing System Usage: An Approach and Empirical 
Test," Information Systems Research (17 3), pp. 228-246. 
Dalton, B. 2004. "Creativity, Habit, and the Social Products of Creative Action: Revising Joas, 
Incorporating Bourdieu," Sociological Theory (22:4), pp. 603-622. 
Davis, F. D., Bagozzi, R. P., and Warshaw, P. R. 1989. "User Acceptance of Computer Technology: A 
Comparison of Two," Management Science (35:8), p. 982. 
De Stobbeleir, K. E. M., Ashford, S. J., and Buyens, D. 2011. "Self-Regulation of Creativity at Work: The 
Role of Feedback-Seeking Behavior in Creative Performance," Academy of Management Journal 
(54:4), pp. 811-831. 
Deci, E. L. 1980. The Psychology of Self-Determination. Lexington, MA: D. C. Heath and Company. 
DeLone, W. H., and McLean, E. R. 1992. "Information Systems Success: The Quest for the Dependent 
Variable," Information Systems Research (3:1), pp. 60-95. 
Dew, R., and Hearn, G. 2009. "A New Model of the Learning Process for Innovation Teams: Networked 
Nominal Pairs," International Journal of Innovation Management (13:4), pp. 521-535. 
Drazin, R., Glynn, M., and Kazanjian, R. K. 1999. "Multilevel Theorizing About Creativity in 
Organizations: A Sensemaking Perspective," Academy of Management Review (24), pp. 286 -
307. 
Drazin, R., Kazanjian, R. K., and Glynn, M. 2008. "Creativity and Sensemaking among Professionals," in 
Handbook of Organizational Creativity, J. Zhou and C.E. Shalley (eds.). Hillsdale, NJ: Erlbaum. 
Ericsson, K. A. 1999. "Creative Expertise as Superior Reproducible Performance: Innovative and Flexible 
Aspects of Expert Performance," Psychological Inquiry (10:4), pp. 329-333. 
Ericsson, K. A. 2003. "The Search for General Abilities and Basic Capacities," The psychology of abilities, 
competencies, and expertise), pp. 93-125. 
Fishbein, M., and Ajzen, I. 1975. Belief, Attitude, Intention, and Behavior: An Introduction to Theory and Research. 
. Reading, MA: Addison-Wesley. 
 The Effect of Perceived IS Support for Creativity 
 Thirty Sixth International Conference on Information Systems, Fort Worth 2015 10 
Ford, G. 1996. "A Theory of Individual Creative Action in Multiple Social Domains," Academy of 
Management Review (21), pp. 1112-1142. 
Gallivan, M. J. 2003. Information and Management (40:5), pp. 443–465. 
Gelderman, M. 1998. "The Relation between User Satisfaction, Usage of Information Systems and 
Performance," Information & Management (34:1), pp. 11-18. 
Glăveanu, V. P. 2012. "Habitual Creativity: Revising Habit, Reconceptualizing Creativity," Review of 
General Psychology (16:1), p. 78. 
Griffith, T. L., and Neale, M. A. 2001. "Information Processing in Traditional, Hybrid, and Virtual Teams: 
From Nascent Knowledge to Transactive Memory," Research in Organizational Behavior (23), 
pp. 379-421. 
Griffith, T. L., Sawyer, J. E., and Neale, M. A. 2003. "Virtualness and Knowledge in Teams: Managing the 
Love Triangle of Organizations, Individuals, and Information Technology," MIS Quarterly (27:2), 
pp. 265-287. 
Hamilton, S., and Chervany, N. L. 1981. "Evaluating Information System Effectiveness Part I: Comparing 
Evaluation Approaches," MIS Quarterly (5:3), pp. 55-69. 
Helson, H. 1964a. Adaptation-Level Theory. New York, Evanston, and London: Harper & Row. 
Helson, H. 1964b. Adaptation Level Theory: An Experimental and Systematic Approach to Behavior. 
New York: Harper & Row. 
Hirschman, A. O. 1970. Exit, Voice, and Loyalty: Responses to Decline in Firms, Organizations, and 
States. Cambridge, MA: Harvard University Press. 
Igbaria, M., Guimaraes, T., and Davis., G. B. 1995. "Testing the Determinants of Microcomputer Usage 
Via a Structural Equation Model," Journal of Management Information Systems (11:1), pp. 87-
114. 
Kahai, S. S. 2012. "Leading in a Digital Age: What's Different, Issues Raised, and What We Know," in: 
Exploring distance in leader-follower relationships: When near is far and far is near, M.C. Bligh 
and R.E. Riggio (eds.). New York and London: Routledge, pp. 63-108. 
Limayem, M., Hirt, S. G., and Cheung, C. M. K. 2007. "How Habit Limits the Predictive Power of 
Intention: The Case of Information Systems Continuance," MIS Quarterly (31:4), pp. 705-737. 
Magadley, W., and Birdi, K. 2009. "Innovation Labs: An Examination into the Use of Physical Spaces to 
Enhance Organizational Creativity," Creativity and Innovation Management (18:4), pp. 315-325. 
Malhotra, A., Majchrzak, A., and Rosen, B. 2007. "Leading Virtual Teams," Academy of Management 
Perspectives (21:1), pp. 60-70. 
Marakas, G., Yi, M., and Johnson, R. 1998. "The Multilevel and Multifaceted Character of Computer Self-
Efficacy: Toward Clarification of the Construct and an Integrative Framework for Research," 
Information Systems Research (9:2), pp. 126-163. 
Martins, L. L., and Shalley, C. E. 2011. "Creativity in Virtual Work: Effects of Demographic Differences," 
Small Group Research (42:5), pp. 536-561. 
McDonough, E. F., Kahnb, K. B., and Barczaka, G. 2001. "An Investigation of the Use of Global, Virtual, 
and Colocated New Product Development Teams," Journal of Product Innovation Management 
(18:2). 
Morris, M. G., and Venkatesh, V. 2010. "Job Characteristics and Job Satisfaction: Understanding the Role 
of Enterprise Resource Planning System Implementation," MIS Quarterly (34:1), pp. 143-161. 
Oldham, G. R., and Cummings, A. 1996. "Employee Creativity: Personal and Contextual Factors at Work," 
Academy of Management Journal (39), pp. 607–634. 
Orlikowski, W. J. 2000. "Using Technology and Constituting Structures: A Practice Lens for Studying 
Technology in Organizations," Organization Science (11:4), pp. 404-428. 
Ortiz de Guinea, A., and Markus, M. L. 2009. "Why Break the Habit of a Lifetime? Rethinking the Roles of 
Intention, Habit, and Emotion in Continuing Information Technology Use," MIS Quarterly 
(33:3), pp. 433-444. 
Polites, G. L., and Karahanna, E. 2013. "The Embeddedness of Information Systems Habits in 
Organizational and Individual Level Routines: Development and Disruption," MIS Quarterly 
(37:1), pp. 221-246. 
Purvanova, R. K., and Bono, J. E. 2009. "Transformational Leadership in Context: Face-to-Face and 
Virtual Teams," Leadership Quarterly (20), pp. 343-357. 
Rai, A., Lang, S. S., and Welker, R. B. 2002. "Assessing the Validity of Is Success Models: An Empirical 
Test and Theoretical Analysis," Information Systems Research (13:1), p. 50. 
 The Effect of Perceived IS Support for Creativity 
 Thirty Sixth International Conference on Information Systems, Fort Worth 2015 11 
Raymond, L. 1985. "Organizational Characteristics and Mis Success in the Context of Small Business," 
MIS Quarterly (9:1), p. 37. 
Robey, D. 1979. "User Attitudes and Management Information System Use," Academy of Management 
Journal (22:3), pp. 527-538. 
Runco, M. 1995. "The Creativity and Job Satisfaction of Artists in Organizations," Empirical Studies of the 
Arts (13), pp. 39–45. 
Sabherwal, R., Jeyaraj, A., and Chowa, C. 2006. "Information System Success: Individual and 
Organizational Determinants," Management Science (52:12), pp. 1849-1864. 
Scott, S. C., and Bruce, R. A. 1994. "Determinants of Innovative Behavior: A Path Model of Individual 
Innovation in the Workplace," Academy of Management Journal (37), pp. 580-607. 
Seddon, P. B. 1997. "A Respecification and Extension of the Delone and Mclean Model of Is Success," 
Information Systems Research (8:3), p. 240. 
Shalley, C. E. 1991. "Effects of Productivity Goals, Creativity Goals, and Personal Discretion on Individual 
Creativity," Journal of Applied Psychology), pp. 179–185. 
Shalley, C. E., Gilson, L. L., and Blum, T. C. 2000. "Matching Creativity Requirements and the Work 
Environment: Effects on Satisfaction and Intentions to Leave," Academy of Management Journal 
(43:2), pp. 215-223. 
Siegel, S., and Kaemmerer, W. 1978. "Measuring the Perceived Support for Innovation in Organizations," 
Journal of Applied Psychology (63), pp. 553-562. 
Sternberg, R. J. 2012. "The Assessment of Creativity: An Investment-Based Approach," Creativity 
Research Journal (24:1), pp. 3-12. 
Stutzer, A. 2003. "The Role of Income Aspirations in Individual Happiness," Journal of Economic 
Behavior and Organization (54:1), pp. 89-109. 
Townsend, A. M., DeMarie, S. M., and Hendrickson, A. R. 1998. "Virtual Teams: Technology and the 
Workplace of the Future," Academy of Management Executive (12:3), pp. 17-29. 
Valentine, S., Godkin, L., Fleischman, G. M., and Kidwell, R. 2011. "Corporate Ethical Values, Group 
Creativity, Job Satisfaction and Turnover Intention: The Impact of Work Context on Work 
Response," Journal of Business Ethics (98:3), pp. 353-372. 
Venkatesh, V., and Morris, M. G. 2000. "Why Don't Men Ever Stop to Ask for Dirrections? Gender, Social 
Influence, and Their Role in Technology Acceptance and Usage Behavior," MIS Quarterly (24:1), 
p. 115. 
Verplanken, B., Aarts, H., and Van Knippenberg, A. 1997. "Habit, Information Acquisition, and the 
Process of Making Travel Mode Choices," European Journal of Social Psychology (27:5), pp. 539-
560. 
Viswanath, V., Michael, G. M., Gordon, B. D., and Fred, D. D. 2003. "User Acceptance of Information 
Technology: Toward a Unified View1," MIS Quarterly (27:3), p. 425. 
Welke, R. J., and Konsynski, B. R. 1980. "An Examination of the Interaction between Technology, 
Methodology and Information Systems: A Tripartite View," The First International Conference 
on Information Systems, E.R. McLean (ed.), pp. 32-48. 
West, M. A., and Richter, A. 2008. "Climates and Cultures for Innovation and Creativity at Work," in 
Handbook of Organizational Creativity, J. Zhou and C.E. Shalley (eds.). New York: Psychology 
Press, pp. 211-236. 
Wu, J., and Lederer, A. 2009. "A Meta-Analysis of the Role of Environment-Based Voluntariness in 
Information Technology Acceptance," in: MIS Quarterly. MIS Quarterly & The Society for 
Information Management, pp. 419-A-419. 
Yuthas, K., and Young, S. T. 1998. "Material Matters: Assessing the Effectiveness of Materials 
Management Is," Information & Management (33:3), pp. 115-124. 
Zhou, J., and George, J. M. 2001. "When Job Dissatisfaction Leads to Creativity: Encouraging the 
Expression Oe Voice," Academy of Management journal (44:4), pp. 682-696. 
 
